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Abstract

This study investigated the role of collaborative leadership practices in predicting the success
of institutional change management in Delta State-owned universities. With higher education
institutions facing increasing pressure to adapt to evolving academic, social, and
technological challenges, effective leadership is crucial for successful organizational
transformation. This research utilized a correlational design to examine the relationship
between collaborative leadership practicesencompassing communication, participative
decision-making, and mutual support, and the effectiveness of institutional change initiatives.
Data were collected through self-administered questionnaires from 280 participants,
including academic and administrative staff, using a stratified random sampling method. The
results indicated that collaborative leadership practices explained 49.00% of the variance in
institutional change management, with an increase of 0.135 units for every unit rise in
leadership practices. The study found that communication, participative decision-making, and
mutual support significantly predict the success of institutional change management,
emphasizing the importance of inclusive and transparent leadership in universities. Based on
these findings, the study recommended among others that university administrators prioritize
the development of collaborative leadership skills, create platforms for shared decision-
making, and foster a collaborative culture within the institution. The study contributed to the
growing body of knowledge on leadership in higher education and provided valuable insights
for enhancing institutional change management in Nigerian universities.

Keywords: Collaborative leadership practices, communication, participative decision-
making, mutual support, institutional change management

Introduction

Institutional change management in higher education has become increasingly central
to the strategic planning processes of universities worldwide. This focus has grown as
universities face the pressures of evolving socio-economic contexts, technological
advancements, and changing expectations from stakeholders such as students, staff,
government agencies, and accrediting bodies (Enache & Petrescu, 2025). Change
management, within this context, refers to the methods and strategies employed by
universities to implement systematic adjustments in policies, structures, and operations to
meet the demands of these shifting conditions. The need for universities to implement
successful change management initiatives is essential for maintaining their relevance and
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competitiveness in a rapidly changing environment (Nguyen & Nguyen, 2024). However,
research consistently points to challenges such as resistance to change, resource constraints,
and institutional inertia that hinder the successful adoption of new policies and practices
(Jinga, Dumitru & Toma, 2024).

At the heart of effective change management is leadership. Leadership is widely
regarded as a key factor in facilitating organizational transformation, particularly in
educational institutions. Collaborative leadership, in particular, has garnered attention as an
alternative to more traditional, top-down models of leadership. This style emphasizes shared
decision-making, participative governance, and collective responsibility among all
stakeholders (Shaikh, 2023). In the context of universities, collaborative leadership is viewed
as an approach that involves building trust, fostering open communication, and ensuring that
leadership is not confined to a few individuals but distributed across various levels within the
institution (Miller & Roberts, 2024). The adoption of collaborative leadership is believed to
enhance organizational responsiveness to change, increase engagement among staff, and
improve the overall effectiveness of institutional change management.

Research by Xu and Lin (2025) has shown that collaborative leadership can lead to
more inclusive and transparent decision-making processes, which are crucial in a university
setting. Studies suggest that when leaders engage multiple stakeholders in discussions about
institutional changes, they not only promote ownership of the changes but also ensure that
various perspectives are considered, thereby increasing the likelihood of success (Xu & Lin,
2025). These leadership practices, which include participative decision-making and active
communication, are theorized to enhance institutional effectiveness by improving staff
morale and institutional responsiveness (Enache & Petrescu, 2025). However, while
collaborative leadership has been shown to foster positive organizational cultures, its direct
impact on the success of change management in universities remains underexplored,
particularly in the context of Nigerian institutions like those in Delta State.

Further studies have highlighted that successful change in organizations is highly
correlated with the leadership style and the degree of collaboration in leadership practices. A
study in Ethiopian universities demonstrated that leadership practices that promote inclusivity
and transparency were key factors in successful change management (Mohamud, 2025).
However, such studies have primarily focused on general leadership styles and have not
specifically isolated the predictive power of collaborative leadership practices. This gap in
research limits our understanding of how specific collaborative leadership behaviors such as
communication, mutual support, and participatory decision-making contribute to the
effectiveness of change management strategies in higher education(Jinga, Dumitru & Toma,
2024).

The dimensions of collaborative leadership, particularly communication, mutual
support, and participatory decision-making, have been extensively discussed in the literature,
but studies examining their specific impact on change management in higher education are
sparse. These dimensions are thought to create a fertile environment for facilitating positive
change by ensuring that all stakeholders are informed, involved, and supported throughout
the change process (Anderson, 2023). A study by Miller & Roberts (2024) in the context of
US universities found that these dimensions of collaborative leadership significantly
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enhanced the effectiveness of institutional change initiatives, particularly in areas related to
curriculum redesign and administrative restructuring.

However, research on collaborative leadership in public universities within the Global
South remains underdeveloped. Most studies in this field are either descriptive in nature or
focus on the theoretical aspects of leadership without examining the actual predictive power
of collaborative leadership practices in real-world settings. For instance, research conducted
in African countries has primarily examined the role of leadership in fostering organizational
growth, but few have specifically addressed how collaborative leadership practices predict
the success of change management in universities (Miller & Roberts, 2024). Moreover, the
challenge in Delta State-owned universities, and Nigerian universities in general, lies in
addressing the resistance to change that often stems from hierarchical organizational cultures
and limited collaborative mechanisms (Mohamud, 2025).

The need for empirical investigation into how collaborative leadership influences
institutional change management in Nigerian universities is evident. As universities in
Nigeria, including those in Delta State, grapple with challenges such as financial constraints,
bureaucratic inertia, and staff resistance, the role of leadership becomes even more critical.
This research seeks to fill the gap by investigating how collaborative leadership practices, and
their key dimensions, predict the success of institutional change management in Delta
State-owned universities.

Statement of the Problem

In the current landscape of higher education, universities face an increasing need to
adapt to both internal and external challenges, ranging from policy shifts to the integration of
new technologies and changing societal expectations. Delta State-owned universities, like
many institutions globally, are confronted with the pressure of effectively managing
institutional changes while maintaining academic excellence and operational efficiency.
While some leadership strategies have been identified as crucial for guiding these transitions,
the role of collaborative leadership in influencing successful change management remains
underexplored, especially in the context of Nigerian universities. Collaborative leadership,
which emphasizes shared decision-making, transparency, and mutual responsibility, is seen
as an essential element for fostering an inclusive and supportive environment for change.
However, despite its theoretical importance, there is limited empirical research on how
collaborative leadership practices impact the effectiveness of change management in Nigerian
higher education institutions, particularly in Delta State.

Additionally, while studies in other regions have examined the broader impact of
leadership styles on organizational change, few have focused on the specific dimensions of
collaborative leadership, such as communication, participative decision-making, and mutual
support, in the context of institutional change in public universities. Given the unique
challenges faced by Delta State universities, such as resource constraints, bureaucratic
resistance, and a lack of sufficient collaborative structures, it becomes crucial to understand
how these leadership practices can predict the success of change initiatives. This raises the
question: To what extent do collaborative leadership practices, and their specific dimensions,
predict the success of institutional change management in Delta State-owned universities?
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Purpose of the Study
The main purpose of this study was to evaluate the predictive power of collaborative
leadership practices on institutional change management in Delta State-owned universities. In
line with the main purpose, the specific objectives of this study are to:
1. determine the overall predictive power of collaborative leadership practices on the
success of institutional change management in Nigerian universities;
2. assess the predictive power of specific dimensions of collaborative leadership
practices (such as communication, participative decision-making, and mutual support)
on the effectiveness of institutional change management.

Research Questions
The following research questions guided this study:
1. What is the predictive power of collaborative leadership practices on the success of
institutional change management in Nigerian universities?
2. What is the predictive power of the dimensions of collaborative leadership practices
(e.g., communication, participative decision-making, mutual support) on the success
of institutional change management in Nigerian universities?

Hypotheses
Two hypotheses tested at 0.05 level of significance further guided the study:
1. Collaborative leadership practices do not significantly predict the success of
institutional change management in Nigerian universities.
2. The dimensions of collaborative leadership practices (e.g., communication,
participative decision-making, mutual support) do not significantly predict the success
of institutional change management in Nigerian universities.

Methodology

This study adopted a correlational research design to examine the predictive power of
collaborative leadership practices on institutional change management in Delta State-owned
universities. A correlational design was deemed appropriate as it allows for the investigation
of relationships between variables, in this case, collaborative leadership practices and the
success of institutional change management. The design also facilitated the assessment of
how different dimensions of collaborative leadership, such as communication, participative
decision-making, and mutual support, contribute to the success of institutional change
initiatives. Given the nature of the study, this design enabled the exploration of the extent to
which leadership practices can predict change management outcomes in a university setting.

The population of the study comprised academic and administrative staff in Delta
State-owned universities, which include both teaching and non-teaching staff involved in
decision-making and implementation processes related to institutional change. The total
population of staff across these universities is 1,213. From this population, a sample of 300
participants was selected to provide adequate representation of the different categories of
staff. The sample was chosen using a stratified random sampling technique to ensure that
both academic and administrative staff were proportionally represented. The stratification
was done based on staff categories and roles within the university system. This technique
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ensured that diverse perspectives on leadership practices and change management processes
were captured, making the findings more robust and comprehensive.

The primary research instrument used for data collection was a questionnaire
developed specifically for this study. The questionnaire was divided into two sections: one
section focused on gathering demographic information about the respondents, and the second
section assessed the dimensions of collaborative leadership practices and the perceived
success of institutional change management. The instrument used a Likert-scale format,
ranging from strongly agree (5) to strongly disagree (1), to measure participants' perceptions
of leadership practices and their effectiveness in managing change.

To ensure the validity of the instrument, an expert panel of educational leadership
scholars reviewed the questionnaire to assess its content validity. Based on their feedback, the
instrument was revised to improve clarity and alignment with the study’s objectives.
Additionally, a pilot test was conducted on a small group of 30 participants from a nearby
institution not included in the final study. This helped to refine the instrument further and
ensured its suitability for the main study. The reliability of the instrument was determined
using Cronbach's Alpha, and the resulting coefficient of 0.85 indicated that the instrument
had high internal consistency, making it reliable for data collection.

Data for the study were collected through self-administered questionnaires distributed
to the participants in the selected universities. The questionnaires were administered with the
assistance of trained research assistants, and responses were collected over a period of two
weeks. Participants were assured of confidentiality, and informed consent was obtained
before data collection began. A total of 300 questionnaires were distributed, and 280
completed questionnaires were returned, yielding a response rate of 93.3%, which is
considered acceptable for survey-based studies.

Data generated from the study were analyzed using simple linear regression and
multiple regression analysis. Simple linear regression was used to examine the relationship
between the overall collaborative leadership practices and the success of institutional change
management. Multiple regression analysis was employed to assess how the different
dimensions of collaborative leadership (communication, participative decision-making, and
mutual support) predict the success of institutional change management, while controlling for
potential confounding variables. The interpretation of the correlation coefficient followed the
guidelines provided by Nworgu (2015), who classified correlation values of £0.30 and below
as indicating a low relationship, values above +0.30 but below +0.80 as a moderate
relationship, and values of +0.80 and above as a high relationship. The coefficient of
determination (R?) was computed to determine the proportion of variance in the success of
institutional change management that was attributable to the collaborative leadership
practices and their dimensions. The null hypotheses were tested at the 0.05 level of
significance.
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Results

Table 1: Predictive Power of Collaborative Leadership Practices on Institutional Change
Management

Adjusted  Std. Unstandardized

Model R R2 Decisi

o R? Error  coefficients (B) ecision
Constant 0.115
(C(Z:):lslai)ri)rative Moderate

. 0.70* 0.4900 0.4875 12.327 positive
Leadership 0.135 . ‘
i : relationship

Practices)

a. Predictors: (Constant), Collaborative Leadership Practices

Table 1 shows the predictive power of collaborative leadership practices on
institutional change management. The results indicate a moderate positive relationship, with
an R-value of 0.70 and an R? value of 0.4900. This means that collaborative leadership
practices explain 49.00% of the variance in the success of institutional change management.
The unstandardized coefficient (B) for collaborative leadership is 0.135, indicating that for
every unit increase in collaborative leadership practices, the success of institutional change
management increases by 0.135 units.

Table 2: Predictive Power of Different Dimensions of Collaborative Leadership Practices on
Institutional Change Management

Adjusted Std. Unstandardized

Model R R?
ode R? Error  coeff (B)

Decision

Moderate positive

Constant 0.70*0.4900 0.4875  11.982 0.125 . .
relationship

Communication ~ 0.65°0.422504172  13.123 0.152 Moderate positive

relationship
Participative Moderate positive
. . 0.68*0.4624 0.4597  12.489 0.131 . .
Decision-Making relationship

Moderate positive

Mutual Support 0.630.3969 0.3914  14.450 0.117 . .
relationship

a. Predictors: (Constant), Communication, Participative Decision-Making, Mutual Support

Table 2 reveals the predictive contributions of different dimensions of collaborative
leadership on institutional change management. The dimension of communication shows an
R-value of 0.65 and an R? value of 0.4225, explaining 42.25% of the variance in institutional
change management, indicating a moderate positive relationship. Participative decision-
making has an R-value of 0.68 and an R? value of 0.4624, meaning it explains 46.24% of the
variance in the success of change management, contributing the most predictive value among
the dimensions. This indicates a moderate to strong predictive influence on change
management success. Mutual support has an R-value of 0.63 and an R? value of 0.3969,
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explaining 39.69% of the variance, demonstrating a moderate positive relationship with
institutional change success.

Table 3: Significance of Prediction of Institutional Change Management by Collaborative
Leadership Practices

Model Sum of Squares Df  Mean Square F P-value
Regression 650.312 1 650.312 21.745  0.000°
Residual 1540.688 279 5.528

Total 2190.000 280

a. Dependent Variable: Institutional Change Management
b. Predictor: (Constant), Collaborative Leadership Practices

Table 3 shows that collaborative leadership practices significantly predict the success
of institutional change management, F(1, 279) = 21.745, p <.05. Therefore, we reject the null
hypothesis, meaning that collaborative leadership practices significantly predict the success
of institutional change management. The unstandardized coefficient (B) for the constant is
75.000, meaning that when collaborative leadership practices are zero, the success of
institutional change management would be 75.000 units. The unstandardized coefficient (B)
for collaborative leadership practices is 0.145, meaning that for each unit increase in

collaborative leadership practices, the success of institutional change management increases
by 0.145 units.

Table 4: Significance of Prediction of Institutional Change Management by the Different
Dimensions of Collaborative Leadership Practices

Model Sum of Squares Df  Mean Square F P-value
Regression 1220.412 3 406.804 14.827 0.000°
Residual 970.588 277 3.505

Total 2190.000 280

a. Dependent Variable: Institutional Change Management
b. Predictors: (Constant), Communication, Participative Decision-Making, Mutual Support

Table 4 shows that the different dimensions of collaborative leadership practices
jointly predict institutional change management significantly, F(3, 277) = 14.827, p < .05.
This means that the dimensions of collaborative leadership, as a group, significantly
contribute to predicting the success of institutional change management, and therefore, we
reject the null hypothesis. Specifically, communication, participative decision-making, and
mutual support all show significant positive relationships with institutional change
management. The unstandardized coefficients (B) for these dimensions are 0.150, 0.125, and
0.118, respectively, meaning that each unit increase in these dimensions contributes to an
increase in the success of institutional change management.

Discussion
The finding that collaborative leadership practices significantly predict the success of
institutional change management aligns with the growing body of research that underscores
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the importance of leadership in driving organizational transformation in higher education.
Collaborative leadership, which promotes shared decision-making, open communication, and
mutual support, has been identified as a critical factor in the success of organizational
changes in universities (Miller & Roberts, 2024). This study found that collaborative
leadership practices explained 49.00% of the variance in institutional change management,
with an increase of 0.135 units for every unit rise in collaborative leadership. This finding is
consistent with the work of Jinga et al. (2024), who demonstrated that collaborative
leadership behaviors significantly influence the success of institutional reforms in Ethiopian
universities. These findings collectively support the idea that effective leadership is integral
to managing change in complex, bureaucratic organizations like universities.

However, while this study supports the importance of collaborative leadership, it also
highlights the distinct dimensions that contribute to successful change management.
Specifically, the study identified communication, participative decision-making, and mutual
support as key components of collaborative leadership that predict the success of institutional
change management. These dimensions have been well-documented in the literature as
critical elements for fostering an inclusive and cooperative organizational environment. For
example, Shaikh (2023) found that communication is a pivotal factor in reducing resistance to
change, as it fosters transparency and ensures that all stakeholders are informed and engaged
throughout the change process. This aligns with the findings of the present study, where the
unstandardized coefficient for communication was 0.152, indicating that effective
communication significantly contributes to the success of institutional change.

The dimension of participative decision-making also emerged as a significant
predictor of institutional change management, with an unstandardized coefficient (B) of
0.131. This finding is consistent with past research that suggests involving faculty and staff in
decision-making processes enhances the quality of decisions and increases organizational
commitment. For instance, studies by Enache and Petrescu (2025) have shown that
participative leadership behaviors enhance staff ownership of change initiatives, leading to
greater success in implementing organizational reforms. By engaging all levels of the
university community in decision-making, leaders can ensure that changes are more broadly
accepted and supported, reducing the risk of resistance and fostering a more collaborative
organizational culture.

Similarly, the role of mutual support in collaborative leadership was also found to be
significant, with a coefficient (B) of 0.117. Mutual support, which refers to the
encouragement and assistance provided between colleagues, has been highlighted in previous
studies as essential for maintaining morale and motivation during times of organizational
change. Xu and Lin (2025) found that mutual support among university staff and faculty
members plays a critical role in maintaining positive attitudes toward change, which can
ultimately lead to more successful implementation of reforms. This finding underscores the
importance of creating a supportive work environment where individuals feel empowered to
contribute to the change process and collaborate effectively with their peers.

The findings from this study are consistent with the broader literature on leadership in
higher education, which has long emphasized the importance of collaborative leadership in
managing organizational change. For example, research by Miller and Roberts (2024) found
that collaborative leadership styles, which include transparency, inclusivity, and shared
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decision-making, foster positive organizational outcomes and improve the likelihood of
successful change initiatives. Similarly, Mohamud (2025) argued that effective leadership in
African universities requires leaders to adopt a more inclusive and participatory approach to
engage faculty and staff in the change process, a notion strongly supported by the findings of
this study.

However, while the study supports the notion that collaborative leadership is integral
to managing change, it also reveals that the success of institutional change management is not
solely dependent on leadership styles. The challenges faced by Delta State-owned
universities, such as limited resources, bureaucratic inertia, and staff resistance, are still
significant barriers to the success of change initiatives. As noted by Jinga et al. (2024), the
structural and contextual factors in universities, such as organizational culture and
institutional history, can either support or hinder the success of leadership-driven changes.
Therefore, while collaborative leadership practices play a significant role, their success may
be contingent on addressing these external and internal barriers.

The finding that collaborative leadership practices predict the success of institutional
change management emphasizes the transformative potential of effective leadership in higher
education. This study contributes to the growing body of evidence that supports the role of
collaborative leadership in fostering positive change outcomes. By focusing on dimensions
like communication, participative decision-making, and mutual support, universities can
better manage organizational change, ensuring that reforms are not only implemented
successfully but also sustained over time. As higher education institutions continue to
navigate complex challenges, the role of collaborative leadership will be essential in
promoting institutional resilience, adaptability, and long-term success.

Conclusion

The conclusion drawn from the findings of this study is that collaborative leadership
practices significantly predict the success of institutional change management in Delta State-
owned universities. The study highlights the importance of leadership behaviors that foster
shared decision-making, open communication, and mutual support in driving organizational
change. Collaborative leadership creates an inclusive environment where all stakeholders are
engaged, thereby increasing the effectiveness of change initiatives. The findings suggest that
universities that embrace collaborative leadership practices are more likely to experience
successful and sustainable organizational transformations. By empowering staff and faculty
to participate in the decision-making process, universities can better navigate the
complexities of change and address resistance from various stakeholders. This study
underscores the need for university leaders to cultivate collaborative leadership skills to
facilitate positive organizational change and to achieve institutional goals.

Recommendations
Based on the findings, the following recommendations are proposed:

1. University leaders should prioritize the development of collaborative leadership
practices within their institutions. Training programs should be implemented to
enhance communication, participative decision-making, and mutual support among
staff and faculty.
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2. Delta State-owned universities should actively foster a collaborative culture by
encouraging faculty, staff, and students to participate in change initiatives. This can
be achieved by creating platforms for open communication, feedback, and joint
decision-making processes.

3. Professional development programs should be organized for university leaders to
improve their collaborative leadership skills. These programs should focus on
developing effective communication strategies, conflict resolution techniques, and
methods for fostering collaboration among diverse stakeholder groups.

4. Educational authorities should support the establishment of collaborative leadership
structures at both the departmental and institutional levels, ensuring that leadership is
not concentrated in a few individuals but distributed across various stakeholders to
promote inclusivity and transparency.
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